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 Abstract  
Creativity is a pertinent agenda in ensuring the success of an organisation in the face of stiff global 
competition. Creativity is a trait that can be instilled within an individual, other than occurring naturally. 
In a person, creativity can result from the interaction between two factors, namely situational factor 
(external factors to the individual) and person factor (internal factors of the individual). This research 
focuses on the influence of work design on creativity among workers. Additionally, this study also looked at 
the influence of leadership moderator (one of the situational factors) and personality (a person factor), 
toward the relationship between work design and creativity among workers. A total of 158 respondents 
answered the questionnaire given in this cross-sectional study. Results from the correlational and 
regression analyses showed that work design has a significant relationship with creativity. Also, results 
from the hierarchical regression analysis revealed that the personality factor has a stronger moderating 
effect as compared to the leadership factor toward the relationship between work design and creativity. 
This shows that the person factor gives a greater effect as compared to the situational factors for forming 
creativity. Based on the results of this research, several management actions are recommended for 
enhancing creativity amongst employees at the workplace. In addition, theoretical implications were also 
discussed in view of the research limitations which were observed. At the end of this paper, future research 
directions are also presented.  
 





Creativity is a prerequisite to innovation, effectiveness, competitiveness, as well as long term survival of 
the organisation (Amabile, 1997; Drucker, 1985; Oldham, 2002; Shalley, Zhou & Oldham, 2004; 
Woodman, Sawyer & Griffin, 1993). In the context of stiff local and global competition, economies based 
on innovation are becoming more relevant (Brown & Eisenhardt, 1997; Tushman & O’Reilly, 1996). 
Within the ever-changing organisational landscape and environment, it had been reported that the main 
skills that is required at the workplace include creative thinking and problem solving in a creative manner 
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With the commencement of the 21st century, the world economy has shifted more toward an economy that 
is based on creativity and innovation. In line with this global development, the Malaysian economy had 
also focused more on innovative and creative approaches starting 2010. It was in 2010 that the Prime 
Minister had announced that year to be the Year of Innovation. The National Innovation Centre was 
founded during this time, while the Malaysian Innovation Agency, which was previously known as the 
Special Innovation Unit, was officially established and placed directly under the supervision of the Prime 
Minister’s Department. Meanwhile, the 2012 Budget had witnessed the government allocating as much as 
RM100 million toward facilitating and enhancing creativity and innovation activities. Then, 2012 was 
announced as the Year of National Innovation Movement. This shows how serious the Malaysian 
government is at promoting creativity and innovation efforts amongst its citizens.  
 
More specifically, internal motivation has been identified as the most pertinent factor in motivating the 
individual to become creative (Amabile, 1987; Shalley, 1991; Zhou & Shalley, 2003). Moreover, internal 
motivation is closely related to the daily work activities. A complex and challenging task is more capable of 
increasing the internal motivation of the employee than simple and routine tasks (Hackman & Oldham, 
1980; Deci & Ryan, 1987; Shalley, 1991). Therefore, it is imperative for organisations to arrange the main 
tasks of the employees in order to enhance their spirit and internal motivation amongst employees.  
 
This is where work design plays a role in either increasing internal motivation among employees or 
otherwise weakens or eliminates it. In addition to this, workers that perform daily operations only need to 
have the character and value in order to be capable of injecting creativity in their daily work activities 
(James & Mazerolle, 2002: Zhao & Oldham, 2001).  Other than this, the organisation as well as its workers 
needs leaders that can influence their spirit as well as motivation in order for them to produce creative and 




The research objectives include: 
 
1. to study the level of creativity,  
2. to examine the relationship between work design and creativity,  
3. to observe the moderating influence of personality toward the relationship between work design 
and creativity, and  
4. to observe the moderating influence of leadership toward the relationship between work design 




This is research is important because, firstly, it gives a deeper understanding toward the existence of 
creativity in daily work. Secondly, this research also shall look into the extent of daily work activities that 
may have a relationship with worker creativity. Also thirdly, this research is important in looking at the 
internal as well as external aspects of the individual worker that can give a moderating effect on the tasks at 
hand with the emergence of worker creativity. It is anticipated that all of these would become a guideline 
for scholars to develop new theories and understanding, and thus for the management practitioners to 




This research adopted the person-situation interactionist approach that was introduced by Pervin (1989) 
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influence employee creativity. Also, similar to other creativity studies (Amabile, 1987; 1996; Oldham & 
Cumming, 1996; Shalley, 1991; Zhou, 1998), motivation theory forms the basis of this research. The 




Creativity is the main driver for change, improvement in competitiveness, as well as overcoming 
competition in ensuring the survival, as acknowledged by many management scholars and practitioners 
(Shalley et al., 2004; Amabile, 1997; Scott & Bruce, 1994). Shalley, Gilson, and Blum (2001) had stated 
that a certain level of creativity is required in almost all aspects of work. Meanwhile, Runco and Richard 
(1997) asserted that creativity is not confined to just literature, science, and philosophy, but it is also part of 
our daily lives.  
 
So, Amabile (1988) and Woodman et al. (1993) defined creativity as an idea that is characteristically novel. 
Martindale (1990) established that an idea can be said to be creative when it has three characteristics, which 
are originality, usefulness, and suitable within the context of a situation that it occurs in, and it is ultimately 
used. An idea is said to be novel when it is unique when compared to all the existing ideas, and it is useful 
when it potentially adds value, either directly or indirectly, to the organisation, in the short or long term 
(Shalley et al., 2004).  
 
A literature review revealed two factor categories that can facilitate or retard creativity at work. Firstly, 
personal factor has a relationship with creativity, which include value factors held by the individual person, 
deep interest, attraction to complexity, intuition or instinct, sensitivity to aesthetics, accepting ambiguity, as 
well as having self-confidence (Amabile, 1983; Davis, 1989; James & Mazerolle; 2002; Shally, 1995: 
Watton, 2003; Woodman & Schoenfeldt, 1989), and personality (Zhou & Shalley, 2003). Secondly is the 
situational factor, including organisational factors such as complex work and also supervision style 
(Amabile, 1988; 1996; Basu & Ray, 2009; Bommer & Jalajas, 2002; Sailer, 2011). These personal and 




The individual would be more motivated if he or she performs work tasks based on the level of interest in 
the tasks, and not because of the expected results (Deci & Ryan, 1985).  It is motivation (internal) such as 
this that is sorely needed, as often emphasised by scholars like Amabile (1983) and Simon (1985).   
 
Dovenbosch, van Eugen, and Verhagen (2005) claimed that the Job Characteristics model is one of the 
main theoretical principles in research related to work design at the individual level. The work design that 
was introduced by Hackman and Oldham (1980) has a direct relationship with internal motivation and 
creativity. Hackman and Oldham (1980) stated that a task will become more attractive and promote 
motivation, and thus enhance the performance and job satisfaction, when it inherently has the five 
dimensions of skill variety, task identity, task significance, autonomy, and feedback on achievement. These 
five dimensions are very closely related to the psychological effect as well as internal motivation that are 
experienced by employees (Oldham & Oldham, 1980). 
 
All these dimensions measure and change work objectively, and thus it has the potential to motivate those 
who perform the task. Other than Hackman and Oldham (1980), scholars like Amabile (1988), and West 
and Farr (1990) had long established work design as an important contributor of internal motivation in the 
employee and creative performance at the workplace. Therefore, the first hypothesis that was formed for 
this research is: 
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Many of the previous research efforts had focused on the direct relationship between personality factors, 
especially the Big-5 Personalities, with creativity and innovation. Studies by James and Mazerolle (2002), 
and Zhao and Oldham (2001) revealed that the Big-5 Personality is a major promoter of individual 
behaviour and performance.  
 
In this research, the Big-5 Personality variable was chosen as a moderator because of the following reasons. 
The first reason is that several researchers, including Runco (2007), recommended that more research needs 
to be carried out in relation to the environment for facilitating creativity. Thus, several variables can be 
adopted as a moderator, which includes individual factors (where personality one of those highly 
recommended) that could moderate the effect toward the organisational environment.  
 
Secondly, the use of the personality moderating variable would reveal new findings and understanding, 
both from the theoretical and practical perspectives, since this would be the first time it is used as a 
moderator. Thirdly, personality can have an influence on the perception of any relationship since it 
inherently exists in the mind and soul of the individual. Therefore, the hypothesis that can be formed for 
this aspect is as follows: 
 




Many of the previous studies looked into the direct relationship between the factor of Transformational 
Leadership, and creativity and innovation (Tierney & Farmer, 2002; Shin & Zhou, 2003; Zhou, 2003; De 
Jong & Hartong, 2007; Arendt, 2009; Haq et al., 2010; Wang & Rode, 2010).      
 
In the context of this research, Transformational Leadership has been chosen as a moderator because of two 
reasons. Firstly, potentially new understanding can be developed because there had not been any previous 
investigations that look into the moderating effect on the relationship between any variable with creativity. 
Secondly, a leader that has Ecological Powers, as introduced by Cartwright (1965) in Yukl (2013), would 
be capable of directly and indirectly influencing the organisational environment. Therefore, the following is 
the developed hypothesis: 
 
H3: Leadership moderates the relationship between work design and creativity.  
 
Research Model  
 
Based on the above literature review, the research model formed is as follows: 
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This research is characteristically quantitative in nature, utilising a cross-sectional survey method 
performed in the natural work setting. Hypothesis testing was used to observe the relationship between 





The research population for this study involved individuals (researchers and non-researchers) from three 
agencies related to research in the Northern Peninsular area in Malaysia, which are located in the states of 
Kedah and Penang. The method used for selecting respondents was proportionate stratified random 
sampling. Since the total population was revealed to be as many as 270 individuals, the sufficient sampling 
number was calculated to be 158 respondents, which is in line with the table introduced by Krjcie and 
Morgan (1970) (as in Sekaran, 2003). As many as 62.7% of the respondents was among the research staff 
members and the rest of the 37.3% was non-research employees.  
 
Research Instrument  
 
Data was gathered using a questionnaire that was formed based on previous research instruments in the 
fields of creativity and innovation. The test items were divided into five sections, which were Section A – 
questions related to the respondent demography, Section B – questions related to creativity, Section C – 
questions related to work design, Section D – questions related to personality, and Section E – questions 






The measurement for creativity consisted of 13 items, produced by Zhou and George (2001).  
 
ii. Work Design 
 
All items for measuring work design were directly adopted from Johanim, Daratul, and Khulida (2009), 




Transformational leadership was measured using the 20 items adopted from the Multifactor Leadership 




As many as 50 items were used to measure personality, which were obtained from Yean (2009) that was 




The “Satistical Package for Social Science” (SPSS) version 19.0 was used for analysing the collected date. 
The correlational test was performed to observe the relationship as well as the influence of the work design 
variable on creativity. Meanwhile, the hierarchical regression analysis was carried out to reveal the 
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Factor analysis was performed on the creativity variable to reveal that the all underlying assumptions for 
the factor analysis had been met, with the KMO value of 0.895 and a significant Bartlett’s test of sphericity. 
The results of this test had shown that there is no item that needs to be removed. The Cronbach Alpha value 
was 0.922.  
 
ii. Work Design 
 
The factor analysis for the work design variable had resulted in the KMO value of 0.840 and the Bartlett’s 




The factor analysis on the leadership variable had given the KMO value of 0.932, and it was revealed that 




The factor analysis on the personality variable had yielded a KMO value of 0.767, while the Bartlett’s test 
of sphericity was as expected. The Cronbach Alpha value was 0.826.  
 
Research Results and Discussion 
 
For the first objective of this research, it study outcome had shown that the level of creativity among 
workers in the research and development (R&D) sector in Malaysia, on the whole, is high, with a mean 
creativity score of 3.799. According to Hair, Black, Babin, Anderson, and Tatnam (2006), a high level 
mean score would be between 3.76 and 5.00.  
 
Personality Moderator Test  






Independent Variable    
WORK DESIGN  .524 .444 .997 
Moderating Variable     
PERSONALITY - .310 .884 
Interaction Terms    
WORK DESIGN X PERSONALITY - - -.897 
R
2
 .275 .364 .367 
Adjusted R
2
  .270 .355 .354 
Change in R
2
 .275 .089 .003 
Significant Change F .000 .000 .415 
Table 1: Personality Moderator Test on Relationship between Work Design and Creativity 
 
The results of the performed hierarchical regression analysis are as follows:  
 
1. The value of R2 was 0.275, explaining 27.5% of the variation occurs on creativity by work design.  
2. When the personality variable was inserted, the total variation that explained creativity increased to 
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influence on creativity. This shows that personality has a significant influence on creativity, and thus 
this is evidence that personality is a predictor that can enhance creativity.  
3. When the interaction variable between work design and personality was inserted into the equation, it 
was revealed that the R
2
 = 0.367 value showed that this interaction can explain the variation in 
creativity by as much as 36.7%.  
 
In conclusion, the results of analysis gave a beta value reading that is not significant, representing the 
interaction between work design and personality (model 3) and the influence of personality on creativity 
that is significant (model 2). Therefore, this shows that personality has acted as a Pure Moderator on the 
relationship between work design and creativity, as recommended by Sharma, Durand, and Gur-Arie 
(1981).  
Leadership Moderating Test 






Independent Variable    
WORK DESIGN .524 .486 1.110 
Moderating Variable    
LEADERSHIP - .106 .826 
Interaction Terms    
WORK DESIGN X LEADERSHIP - - -1.112 
R
2
 .275 .285 .290 
Adjusted R
2
 .270 .275 .274 
Change in R
2
 .275 .010 .005 
Significant Change F .000 .169 .323 
Table 2: Moderating Test of Leadership toward the Relationship between Work Design and Creativity 
 
The results of the performed hierarchical regression analysis are as follows:  
 
1. The R2 value was 0.275 that explains 27.5% of the variation that occurs in the creativity variable as a 
result of work design.  
2. When the leadership variable was inserted, the total variation that explains creativity increased to 
28.5% (sig. F = 0.169). The value of B=0.106 showed that leadership has an influence that is not 
significant on creativity. This shows that leadership is not a predictor that can enhance creativity.  
3. When the interaction variable between work design and leadership was inserted into the equation, it 
was observed that R
2
 = 0.290, showing that this interaction is capable of explaining the variation of 
creativity by as much as 29.0%, which is an improvement of only 0.5%. 
 
In conclusion, this analysis result gives a beta value that is not significant for the interaction between work 
design and leadership (model 3) and also the influence of leadership on creativity (model 2). Thus, this 
shows that the leadership variable does not behave as a moderator on the relationship between work design 
and creativity, as recommended by Sharma, Durand, and Gur-Arie (1981). 
 
The correlation test results revealed that the work design variable had a significant relationship with 
creativity among workers. This was evident when the r value was at 0.658, which can be considered strong 
if it refers to the interpretation recommended by Cohen (1988). Even though the correlation can be 
considered strong, it needs to be increased through the improvement of the five dimensions of work design. 
Aspects, such as skill variety, task identity, task significance, autonomy and freedom, and feedback, were 
found to be weakly instilled in the execution of daily work activities.  
 
Meanwhile, the hierarchical regression analysis had revealed that personality gave a moderating effect on 
the relationship between work design and creativity, as can be demonstrated in Appendix A. Conversely, 
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on the relationship between work design and personality, as shown in Appendix B. These findings are 
evidence that personal factors give a stronger effect on worker creativity. The elements of personality, 
spirit, attitude, as well as the values that have been instilled in the workers would naturally induce workers 
to become creative.  
 
However, the situational aspects, which are matters external to the workers, had failed to encourage 
workers to become more creative. The leaders have been deemed to have failed in forming the company 
mission and vision among workers for facilitating creativity. These leaders were also observed to be 
lacking in charisma that would earn the worker respect, as well as making these leaders worker role models. 





Several recommendations are presented here based on the results and discussion of this research, which are 
as follows:  
 
1. The organisation leaders need to improve their leadership style and influence. Leadership is the main 
key to the success of any organisation (Nanos, 1992; Block, 1993; Yolk, 2013). This research had 
found that for all this time, the workers had not felt the leadership effect caused by their leaders. This is 
evidence that there exist a weakness of concern among the leaders of the organisation.  
 
2. Self-improvement programmes need to be implemented more frequently in order to establish better 
workers instilled with the right attitude and values for the betterment of themselves and the 
organisation.  
 
3. Work design needs to be constantly updated so that it can become a catalyst for internal motivation 




This research had established that the level of worker creativity among staff in several research 
organisations in Malaysia is still at a level that is not that high. Steps need to be taken in order to improve 
this situation. Meanwhile, work design was revealed to have a significant relationship with creativity. The 
elements in work design also need to be enhanced so that its relationship with creativity becomes stronger. 
This research also found that personal factors have a greater influence on worker creativity as compared to 
situational factors. Action toward the development of workers and also the leadership quality needs to be 




Amabile, T. M. (1988). A model of creativity and innovation in organisations. In B. M. Staw, & L. L. 
Cumming (Eds.), Research in Organisational Behaviour, pp. 123-167. Greenwich: JAI Press. 
Amabile, T. M., & Gryskiewicz, (1987). Creativity in the R&D laboratory. Technical report no. 30 (May), 
Centre for Creative Leadership, Greenboro, NC. 
Amabile, T. M. (1996). Creativity in the context: Update to ‘the social psychology of creativity’. Boulder: 
Westview Press. 
Ambrose, M. L., & Kulik, C. T. (1999). Old friends, new faces: Motivation in the 1990s.  Journal of 
Management, 25, 231-292. 
Andriopoulos, C. (2001). Determinant of organisational creativity: A literature review. Management 






ISSN 2309-0081                Ghazali, Johari & Othman  (2014) 




  www.irss.academyirmbr.com                                                                                 October 2014                                                                                      
 International Review of Social Sciences                                                       Vol. 2 Issue.10 





Arendt, L. A. (2009). Transformational leadership and follower creativity: The moderating effect of leader 
humour. Review of Business Research, 9(4), 100-106.  
Bass, B. M., & Avolio, B. J. (1997). Full-range of leadership development: Manual for the multifactor 
leadership questionnaire. Palo Alto, CA: Mind Garden. 
Block, P. (1993). Stewardship: Choosing service over self-interest. San Francisco: Berrett-Koehler 
Publisher. 
Brown, S. L., & Eisenhardt, K. M. (1997). The art of continuous change: Linking complexity theory and 
time-paced evolution in relentless shifting organisations. Administrative Science Quarterly, 40(1), 1-
34. 
Carnevale, A. P., Gainer, L. J., & Meltzer, A. S. (1990). Workplace basics: The essential skill employers 
want. San Francisco: Jossey-Bass Publishers. 
Cartwright, D. (1965). Leadership, influence and control. In J. G. March (Ed.), Handbook of Organisations. 
Chicago: Rand McNally. 
Cohen, J. (1988). Statistical power analysis for the behavioural sciences (2nd ed.). Hillsdale, NJ: Lawrence 
Erlbaum Associates. 
De Jong, J., & den Hartong, D. N. (2010). Measuring innovative work behaviour. Creativity and Innovation 
Management, 19(1), 23-36. 
Deci, E. L., & Ryan, R. M. (1987). The support of autonomy and the control of behaviour. Journal of 
Personality and Social Psychology, 53, 1024-1037. 
Drucker, P. F. (1985). Innovation and enterprise: Practice and principle. New York: Harper and Row 
Publisher. 
George, J. M., & Zhou, J. (2001). When openness to experience and conscientiousness are related to 
creative behaviour: An interaction approach. Journal of Applied Psychology, 86, 513-524.  
Goldberg, L. R. (2001). International personality item tool: A scientific collaborator for the development of 
advanced measures of personality traits and others individual differences. Retrieved October 22, 
2005, from http://ipip.ori.org/. 
Hackman, J. R., & Oldham, G. R. (1980). Work redesign. Reading, MA: Addison-Westley. 
Haq, I. U., Ali, A., Azeem, M. U., Hijazi, S. T., Qurashi, T. M., & Quyyum, A. (2010). Mediation role of 
employee engagement in creative work process on the relationship of transformational leadership and 
employee creativity. European Journal of Economics, Finance and Administrative Science, 25, 123-
134. 
Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate data analysis (5th ed.). 
New Jersey: Prentice-Hall Inc. 
James, L. R., & Mazerolle, M. D. (2002). Personality in work organisation, Thousand Oaks: Sage 
Publication. 
Pervin, L. A. (1989). Persons, situations, interaction: The history of a controversy and discussion of 
theoretical models. Academy of Management review, 14, 350-360. 
Oldham, G. R, & Cumming, A. (1996). Employee creativity: personal and contextual factors at work. 
Academy of Management Journal, 39(3), 607-634. 
Oldham, G. R. (2002). Stimulating and supporting creativity in organisation. In S. E. Jackson, M. A. Hitt, 
& A. S. DeNisi (Eds.), Managing knowledge for sustain competitive advantages. San Francisco: 
Jossey-Bass.  
Runcho, M. A., & Richards, R. (1997). Eminent creativity: Everyday creativity, and health. Norwood NJ: 
Ablex. 
Runco, M. A. (2007). Creativity: Theories and themes: Research, development and practice. Burlington, 
MA: Elsevier. 
Schneider, B. (1987). The people make the place. Personnel Psychology, 40, 437-453. 
Scott, S. G., & Bruce, R. A. (1994). Determinant of innovative behaviour: A path model of individual 
innovation in the workplace. Academy of Management Journal, 37, 580-607. 
Sekaran, U. (2005). Research methods for business: A skill-building approach (4th ed.). NY: John Wiley 
and Sons. 
Shalley, C. E. (1991). Effects of productivity goals, and personal discretion on individual creativity. 






ISSN 2309-0081                Ghazali, Johari & Othman  (2014) 




  www.irss.academyirmbr.com                                                                                 October 2014                                                                                      
 International Review of Social Sciences                                                       Vol. 2 Issue.10 





Shalley, C. E., Gilson, L. L., & Blum, T. C. (2001). Matching creativity requirements and the work 
environment: Effects on satisfaction and intentions to leave. Academy of Management  Journal, 43, 
215-223.  
Shalley, C. E., Zhou, J., & Oldham, G. R. (2004). The effects of personal and contextual characteristics on 
creativity: Where should we go from here? Journal of Management, 3(6), 933-958. 
Shin, S. J., & Zhou, J. (2003). Transformational leadership, conservation, and creativity: Evidence from 
Korea. Academy of Management Journal, 46, 703-714. 
Tierney, P., & Farmer, S. M. (2002). Creative self-efficacy: Its potential antecedents and relationship to 
creative performance. Academy of management Journal, 45(6), 1137-1148. 
Wang, P., & Rode, J. C. (2010). Transformational leadership and follower creativity: The moderating 
effects of identification with leader and organisational climate. Human Relations, 1(24).  
Woodman, R. W., Sawyer, J. E., & Griffin, R. W. (1993). Toward a theory of organisational creativity. 
Academy of Management Review, 18, 293-321.  
Yean, T. F., (2009). Career Planning, Individual Personality Traits, HRM Practices as Determinants To 
Individual Career Success, Doctoral Dissertation, UUM College of Business, Universiti Utara 
Malaysia, Kedah, Malaysia. 
Yukl, G. (2013). Leadership in Organisation (7th ed.). Boston: Pearson Education International. 
Zhou, J., & Oldham, G. R. (2001). Enhancing creativity performance: Effects of expected developmental 
assessment strategies and creative personality. Journal of Creative Behaviour, 35(3), 151-167. 
Zhou, J., & Shalley, C.E. (2003). Research on employee creativity: A critical review and directions for 
future research. Personnel and Human Resource Management, 22, 165-217. 
  
 
